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II. Abstract 
 
In today’s world of businesses, productivity is essential and enables the companies to survive 
the global market. The productivity of employees can be slowed down by the stress induced 
by the working environment. This can have a negative impact on the company’s productivity. 
The aim was to determine factors contributing to stress in a workplace among engineers after 
assuming a new role as managers and also asses the level of their stress. This research study 
was conducted within the engineering companies in the manufacturing sector. The study also 
looked at the symptoms and the programmes implemented by the organisations to help 
employees manage their stress. 
 
A number of 27 out of the expected 30 engineering professionals responded. The purposive 
random sampling was used to collect data and the research instruments used are questionnaires. 
Questionnaires were given to the engineer from randomly selected manufacturing 
organizations.  
 
The analysed results show that stressful employees have an impact on the productivity in the 
manufacturing industries. 59.2% claim they make mistakes or take irrational decisions when 
they experience excessive stress and went further by saying that stress generally affects the 
thinking process and reduces the work efficiency. Source of stress was defined as unrealistic 
timelines and expectations, unclear projects with ambiguous outcomes, incompetent managers, 
unsupportive stakeholders and poor company policy.  
 
Starting a new job is found to be stress full due to new working conditions and working with 
new people. Managers distress or worry a lot about what is likely to happen in future because 
of the constant thinking of new challenges and fear. It was recommended that manufacturing 
organisations introduce stress management programs to assist their engineers when assuming 
new roles as engineering managers. Good eating habit, exercise and enough sleep was also 
found to assist in managing stress. 
 
Key words: (New role, new job, stress at workplace, engineering manager, stress 
management, professionals, manufacturing industry, organization) 
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1. Chapter One: Introduction 
 
1.1 Introduction 
This chapter will introduce the research problem, objectives, research methodology and the 
research questions.  
1.2 Research background 
Stress has become one of the challenges spanning through human endeavor and not only to 
the health of working people but also to the healthiness of the organizations (Smruti , 2016). 
The most commonly known and reported occupational stress among engineers and 
engineering managers is the workload, recognition, organizational performance and 
leadership responsibility and of course the availability of machines to make production.  
 
The past studies have reported the most engineer’s stressors as workload and new innovation 
challenge in organizations, however managing roles on engineers has become part of their 
scope of work and not only the technical part as in the olden days (Mardhiah, et al., 2014). 
Managing engineering is a specialized form of management that is required to successfully 
lead engineering or technical personnel and projects (Smruti , 2016). The term can be used to 
describe either functional management or project management.  
Engineers require training and experience in both human resource management and technical 
that may be used in managing engineering teams. Traditionally, human resource management 
is something that engineers do not get very excited about i.e., they want this aspect of 
management to be largely handled by human resource department in the organisation. One 
reason is that engineers like to work with numbers and precise algorithms, which often do not 
mix well with complex human psychological interactions and this comes as stressful scenario 
to them (Banu, et al., May 2010). 
 
Stress management has become a big challenge and a threat in enhancing employees’ morale 
and productivity in many organizations. Stress is defined as “the adverse reaction people have 
to excessive pressure and demands placed upon them. It is an interaction between situation and 
an individual. The phenomenon of stress in the workplace has been proven to be the world’s 
leading contributors in the deterioration of employees’ health and productivity in the businesses 
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(Smruti , 2016).It is the above paragraphs that led to the development of this study to assess 
the stress among engineers after assuming new role as managers and also evaluate the factors 
that contribute to the stress in a workplace and in the end develop the strategy to manage stress. 
 
High stress jobs refer to work which is highly demanding, multitasking with a tight schedule 
which imbalance personal and work life. Stress in workplace can be seen by a change in 
people’s behaviour and feelings for an example anxiety, depression, fatigue, nausea, 
unmotivated and being withdrawn (Michie, 2002). It may be caused by unpredictable and 
uncontrolled events such as Job role, unfamiliar, conflict, performance expectations, long 
working hours, work deadlines, participation and lack of control. 
 
Challenges of managers starting a new job can be unpredictable with a lot of uncertainties 
resulting from roles and responsibilities but a little stress on start of a new job can help show 
co-workers how serious you value and consider the job (Hosie, et al., 2019). Stress is normally 
confused with a job challenge, which actually energizes people physically and mentally 
whereas stress is found to be harmful psychologically to an individual and organizational 
performance propelled by decreased work commitment, increased absenteeism, increased 
unsafe working practices and accidents (Ibem, et al., 2011). 
1.3 Aim of the research 
The aim of this research is to develop strategies of managing stress on an engineer after 
assuming a new management role and also develop the implementation methods on the above 
developed strategies. (Banu, et al., May 2010). 
1.4 Statement of the problem 
Many companies are in market competition and in order to stay within competition they end 
up overloading employees with duties with an aim of improving productivity. The employees 
on the implementation and execution level are the most affected and these are normally middle 
managers and floor personnel. Some companies will bring major changes without preparing 
workers such as restructuring and new appointments. This workloads and uncertainty may lead 
to psychological, emotional and physical effects on the employees.  
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There are other factors that could lead to developments of stress such as uncertainty in 
workplace, lack of control over situations, role ambiguity in a workplace and poor performance 
related to an expectation level (Packer & Ettinger, 2007). 
In an occupational health case study about workplace stress, Anne Donaldson and Anne 
Harriss explain that during the year 2014 and 2015, stress, anxiety and depression contributed 
to work ill related health accounting to 9.9 million days of absenteeism due to sickness 
bookings in Great Britain. This was an average of 23 days lost per person and this resulted in 
35% of all days lost due to sickness related to stress, anxiety and depression. Most cases of 
work ill health were reported from industries such as defence, public administration, 
manufacturing and construction (Health and Safety Executive, 2015). 
According to the Mental Health Foundation, about 12 million adults living in Britain consult 
their general practitioner (GP) as a result of work-related illness and much of it being stress 
and anxiety. This is about one sixth of the Britain’s population. According to the consultation 
reports compiled by General Practitioners, the main cause of the work related stress are 
workload, unbalanced responsibility, Bullying interpersonal relationships, harassment and 
lack of resources (Mental Health Foundation, 2014). 
It is the above paragraphs that led to this study after asking questions like what could possibly 
cause the stress to senior engineer managers after starting a new job and what would be the 
symptoms?  It is from this questions that this study is conducted to identify the causes of 
stress, symptoms and how effectively it can be managed in manufacturing work environment. 
1.5 Research questions  
This study was conducted to provide answers to all the below research questions.  
i. What are the influences that contribute to causes of stress in a manufacturing 
workplace?  
ii. What stress management strategies can be employed by organisation to help senior 
engineers?  
iii. How those strategies are implemented? 
iv. What are the impacts of such an implementation? 
v. How can those employees on a management role cope and manage stress? 
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1.6 Research objectives 
The objectives of this research are to: 
• Find out the influences that contribute to stress of a senior engineer manager as getting 
into a new job and  
• Also, identify the physical and behavioural consequences of an engineering manager as 
a result of stress.  
• Assess the effectiveness of the strategies to overcome the stress faced by newly 
appointed engineers in the managerial posts.  
• Ascertain the possible impact of the recommended strategies. 
Workplace stress management is worth to be researched since manufacturing companies 
nowadays are more interested in their future operation in world competitive environment. This 
is the reason why companies that care about their employees and business appreciate the stress 
management researches. This study will focus on the specific manufacturing companies. 
1.7 Research rationale/ justification 
As mentioned above in the introduction the phenomenon of stress in the workplace has been 
proven to be the world’s leading contributors in the deterioration of employees’ health and 
productivity in the businesses (Seaward, 2004). This is mostly influenced by the change in 
global market which builds up pressure between the employer and the employee. This results 
in ill health, increase in absenteeism, decrease in productivity. As an engineer I noticed that 
there is a gap and need to research and address this issue that threatens the health individuals 
and the organizational operations. Every research with an objective of giving advice, is an 
important one. 
1.8 Hypothesis 
If you identify a challenge or stressors that can lead to development of stress and gather enough 
information about them from all sources, you have. It will guide you to solve the stress 
challenges. 
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1.9 Conclusion 
Many researchers appear to agree that workplace stress is a challenge faced by many 
organisation globally. Workload, long hours and uncertainties in the workplace are found to 
have side effects that may lead to psychological, emotional and physical being on the 
employees and overall affects organisation’s performance. It is the intention of this research to 
find out other possible ways of preventing and managing stress for managers. A prolonged 
stress without being controlled have an effect on the mental stability on managers. Managers 
who work more than 12hrs a shift are at risk of their wellbeing and stand a high chance of 
losing their families. Past found that management roles have the highest psychological risk 
because they cannot rest when there are still unresolved tasks.’ 
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2. Chapter Two: Literature Review 
 
2.1 Introduction 
This chapter will give the understanding on the nature of stress and its impact on the personal 
and organisational productivity. Different opinions from the collection of authors will be used 
to create a better understanding of the stress, causes, its symptoms, impact it poses on the 
productivity and the ways of managing it. The literature review will explore how changes in 
the work environment can impact the stress levels of an individual and organisation. 
2.2 Stress definition and the origin 
Stress is a universal phenomenon that manifests itself into human as a result of excessive 
pressure and demands placed upon human.  Stress represents a situation where a person is 
under pressure and does not have the ability to cope with it (Adeniyi, et al., 2014).Stress can 
have negative effect on human life such as health problems and wellbeing. Workplace stress 
can also impair the productivity in the organization due to performance and quality reduction 
as a results of stressful employees. 
Industrial and construction environments are characterised as the most stressful working 
environment with long demanding working hours and high exposure of hazards (Ibem, et al., 
2011; Leung, et al., 2011; Poon, et al., 2013). Executing jobs in construction and industrial 
involves complex tasks that require high quality results at limited budget and limited time with 
an overall management of health, safety and environment. This contributes in the development 
of stress. 
According to (Poon, et al., 2013) uncontrolled job stress can lead to burnout which may results 
in incidents. This results in an unforeseen organization costs in the form of lost time and 
increased project cost. In most organization middle to top management personnel are required 
to focus on production and they end up ignoring their personal life. Research has found that 
inappropriate safety equipment is a key organizational stressor as it increases the exposure to 
accidents (Alkilani, et al., 2015). (Weijing & Hongchun, 2011) Found that individuals who 
experiences job burnout have low commitment to their job and the job satisfaction is low. 
 
In a recent national survey by the North western National Life, 46 % of the 600 employees that 
were interviewed pointed out that their jobs were stressful and 27 % said it was a single greatest 
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cause of stress in their lives. 72 % of the participants testified to have suffered stress conditions 
that they believed added to the health-care costs. In the research, (Wahab, .2010) disputed that 
mental stress which includes negative thinking can affect a person in the form of sleep 
disturbance, back pains, and headaches while behavioural stress is seen by signs of anger, 
abusing drugs and alcohol and sometimes signs of aggressiveness. (Wahab, .2010) Found that 
continuous stress has negative impact employees’ health and causes some medical conditions 
such as high blood pressure, stomach disorders, heart attacks and others. The effects of job 
stress on employees with chronic diseases are very difficult to spot as the disease takes over 
and lead the symptoms whereas it may be influenced by stress (Alkilani, et al., 2015). 
 
From the 1995 survey of 1,705 respondents, it was analysed and found that stress increases 
with growth at a workplace. The stress exposure is likely to attack the first line manager, middle 
managers to the top managers. 58 % of the women who responded to the survey were found to 
have mild stress in the workplace compared to the 53 % of men. Research found women in 
particular are exposed to many factors that constitute to the progress of stress growths and such 
factors are the gender discrimination, career progress, stereotyping and harassments in order to 
secure their jobs (Bloisi, et al., 2007).  
2.3 There are four major types of stress 
Acute stress is an immediate and the most common among humans worldwide. It is influenced 
by the present or recent conditions. It comes and goes within a short period of time when 
situation has returned to normal.  
Chronic stress is different from acute stress as it is caused by a long-term recurring or 
continuous stressing situation. It can have health related side effect if it continues for a very 
long (H.Kleiner & Ornelas, 2003). 
Traumatic stress is normally caused by a disastrous occurrence such as a natural disaster, 
assault, unexpected dismissal at work, life-threatening accident and sudden deaths. Many 
people often get back to normal life after they have accepted the disaster but for some it may 
affect them psychological if they suffer an extreme trauma (H.Kleiner & Ornelas, 2003). 
Episodic acute stress is type of stress that affects you silently. This can be seen from those 
people who are all over everywhere, always late, always trying to do multiple activities and 
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projects alone. Here people try to live life that does not suit their level and they live under 
pressure because of setting unreasonable goals (H.Kleiner & Ornelas, 2003). 
2.4 Causes or sources of stress at work 
(Arnold, et al., 1993) Identified the five major causes of work stress as follow; 
• Job intrinsic stress 
• role in the organization 
• relationships at work 
• career development  
• organizational structure and climate 
There are other causes of stress inexperienced personnel, conflict, performance expectations, 
long working hours, work deadlines, participation and lack of control.  
Long working hours simply means working more than it is recommended as stipulated on the 
labour relation act under conditions of employment. For an example an average working hours 
per week is 40 hours with an expected sleeping duration of 36 hours or more per week and 
employees who fail to at least rest that much either suffer with poor work quality or are affected 
by stress (Smruti , 2016). Many people have experienced the long working hours in their 
companies, and they reckon that this happens because of the demand and the nature of the 
business they are in such as the Transportation, petrochemical and fast moving consumable 
goods (FMCG). Traditionally these types of organisations are continuously feeding the market 
all over the world so they cannot afford any prolonged machine breakdown or plant stoppage. 
Work overload is one of the most stressors in the workplace affecting almost all employees 
but at most the managers. At the other hand, there are some employees who suffer stress due 
to having no work to do or being underutilised (EU-OSHA, 2015).  
Organisational structure refers to the designed way of responsibility distribution, guidance 
and leadership in an organisation. It defines the various departmental roles and the job profiles 
of their relevant employees (EU-OSHA, 2015). Every organisation has its designed structure 
and functions but when roles and responsibility in the organisation are not defined clearly and 
understood by all including their key performance indicators, it can create a stressful situation. 
It is very stressful to work while you do not know what is expected of you and your 
performance is measured (Arnold, et al., 1993). 
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Conflicts in a workplace are very common between the departments. In the construction and 
manufacturing environment the common one occurs between the production and engineering 
department due to interaction caused by breakdowns, and stoppages hence not meeting 
production targets (Chan, et al., 2012). For an example a conflicting roles of the same job from 
two superiors can create confusion and frustration leading to development of stress to 
employees when they do not know who to follow, obeying one may mean disrespecting one 
(Chan, et al., 2012). 
Interpersonal relationship has an important role on the peers, managers and subordinates. 
When there is poor relationship with co-workers, inadequate, unsupportive supervision, 
bullying and harassments employees suffer and even when there is no clear way of dealing 
with problems and complaints (Arnold, et al., 1993). 
The organisational culture is when there is a lack of leadership skills, poor communication 
and lack of defined objectives, mission, vision and the organizational structure. When there are 
economic uncertainties, people become anxious with their job security (EU-OSHA, 2015). This 
is simply a system were people share norms, vision and mission of the company. In other 
words, culture can be defined by the behaviour. This is how the organisation and individual’s 
reflections can be judged by external people, visitors or by new employees. Culture is all about 
the behaviour and the attitude of the employees (Gary L Larson, 2008).   
2.5 External Factors that lead to causes of stress 
The above discussion was on the causes of stress in a workplace here we will discuss the stress 
on both employee and organisation. Kirkcaldy & Martin (2000) through their experience stated 
that most employees develop stress due environmental factors and economical aspects. 
External factors are influenced and led by the economic and political factors. Challenges of 
economy caused mostly by the global warming affect employees in organisation. Changes in 
political factors that involves and threatens the investors also have impact as a stressor onto 
employees (Bloisi, et al., 2007) 
New technology in the market can be very stressful between the organisation and employees 
especially when there is perception of difficulties in learning and changing to a new technology. 
Technology changes can be new established ways doing something, new computerized systems 
in the market (De Silva, et al., 2017). Many people tend to be in denial of the change, and this 
has an impact on the productivity. There are more than one companies in the world producing 
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similar products of the same size and same material and this companies compete against each 
other (De Silva, et al., 2017). Some companies are as young as 4 to 10 years old and using the 
newest technology in the world, this leads to companies benchmarking themselves with other 
companies and this puts a lot of stress to the organisation and the individuals. New 
implementations create a big challenge and stressful situation mostly to those who have 
operated with an olden technology or system for a very long time. The attitude and denial are 
the biggest culprit when coming to managing change in an organisation. Change is strongly 
managed by top –down management system, this means the stressful conditions starts with 
those from top management to the bottom (De Silva, et al., 2017). 
 
2.6 Symptoms of stress in a specific job context 
Stress affect people in different ways, the effect can cause unusual and dysfunctional behaviour 
that leads to deterioration of physical and mental health. Usually changes in people’s behaviour 
is a sign or symptoms of stress. Workers with stress are more likely to cause accidents. Below 
are some types of stress symptoms; 
Physical symptom which includes physical abnormalities such as loss of appetite, weight loss, 
disorder in digestive system or stomach problems, lack of sleeplessness and increased blood 
pressure (Alkilani, et al., 2015). 
Psychological symptoms may include but not limited to difficulties to concentrate, unable to 
relax, tiredness, loss of sex drives, tenseness and possibly develop depression illness. 
Behavioural symptoms includes irritability, increased alcohol and smoking consumption in 
order to cope, and engage more in to risky behaviour that may expose them into HIV and AIDS 
and conflicting demands of work and home (Alkilani, et al., 2015). 
It is important to start with identification and understanding the symptoms of stress on 
employees in a work place so that we can further investigate the causes of the identified 
symptoms on the employees and further implement the strategies of managing the stress 
(Cohen, 2002). 
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Table 1: Signs of stress 
How you feel (emotions)  
 
How you think (cognitions)  
 
Nervous  
Unhappy    
Angry, depressed and frustrated  
Uninterested and tired  
Behaviour changes 
Have accidents / make mistakes  
Loos of diet and sleeping disorder  
 Abusing of drugs, tobacco and alcohol 
Problematic social behaviour (e.g. 
withdrawal aggression)  
Poor concentration and loss of memory  
Poor organization and decision making  
Less creative in problem solving  
Increased absenteeism and turnover  
The experiences sweating, nauseous, dizzy, 
breathless  
Frequent sickness and infections  
Asthma, cardiac problems and ulcers etc. 
Source: Source: (Michie, 2002) 
2.7 The consequence of stress at an organisational level/productivity 
Starting a new job in a new environment is a very stressful situation to find oneself especially 
with lack of experience and knowledge of the organisational culture but nevertheless even those 
inside the organisation for very long time may still suffer from all different kinds of stress 
through challenges at work (Hosie, et al., 2019). 
There are several consequences that an organisation can suffer from which can be directly 
exerted by the stress on the employees and an organisation itself. Environmental changes and 
new competitors are one of many organisations’ stressors while at an employee level can be an 
issue of job security, work load, work relationships and conflicts (Hosie, et al., 2019)issue. The 
research has identified the direct impact of the above-mentioned causes of stress to the 
organisation namely are; 
• Participative problems a company can suffer from cost associated with high 
absenteeism, strikes, lateness, delays and plant stoppages as a result.  
• Poor performance here is cost resulting from poor quality of work and low quantity 
of production caused by dissatisfaction, lack of employee’s commitment and 
motivation. Below graph shows how stress affects performance on both individual and 
organisation. 
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Figure 1: Stress vs performance 
• Compensations cost from the court awards on the Job distress caused by health and 
safety issues. 
• High stuff turnover leads to high cost spent on recruitments. 
Below are some additional costs that may come from the results of stress 
➢ Health and life insurance premium cost 
➢ Medical treatments costs 
➢ Absenteeism and sick leave costs 
➢ Reduced productivity costs 
➢ Human resource replacement costs 
When it comes to the researched facts about individual stress (Mathis & Jackson, 2000) said 
that there are three useful factors that many company can use a measure of the productivity vs 
loss. These factors are the ability to do work, level of effort put, and the support given to that 
person. The relationship of these factors is that Performance is the product of ability (A) and 
effort (E) and support (S). Mathematically means P= A x E x S. The author went further to 
elaborate on this factors that should any of the three factors be compromised and reduced then 
the performance has will be compromised and reduce also. 
(Mathis & Jackson, 2000) Defines productivity as a measure of quality and quantity of the 
overall production at precise defined cost of resources. Resources are individuals whom can be 
suffering from stress and tend to be dysfunctional due to their well-being caused become 
alcohols and drugs.  
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Below is the picture showing the risks of health and safety caused by the consequence of a 
stressful job condition. 
 
Figure 2: Consequences of stressful job conditions 
Source: https://www.cdc.gov/niosh/docs/99-101/images/stress11.gif 
In 1960, a Michigan court registered a case of a compensation claim from an employee who 
worked in an automotive industry where his duties were to assemble cars. This employee went 
through some difficulties when he could not keep up with production demand but to avoid 
backlog he tried working on several job cards at the same time until he mixed the car parts of 
different models and as a results he suffered a psychological breakdown (Elisburg, 1995). 
Although many courts and companies perceive job stress as employment condition or hard 
work, in1995 one-half of the states in America received compensation claims as results of 
emotional disorders and disability caused by job related stress. 
2.8 Stress and workplace violence 
Violence is the eventual indicator of job stress when employees start attacking each other in a 
workplace. This happens a lot with managers especially in the meetings. In the recent 
researches authors have shown violence as a result of work environment and the employees 
who suffer short tempered illness (Hoel, et al., 2015).The research has also shown that violence 
comes from those employees who fail to deal with their frustrations and problem solving skills 
(Hoel, et al., 2015). Managers must be aware of the behavioral change symptoms such as 
changes in habits, anger, and depression, marital and family issues (Ramsey, 1994). 
There are three levels of violence where level one refers to those employees who refuse 
instructions and continuously give the excuses to the supervisors and managers. The second 
level is when they start to threaten others and deliberately damage Company asserts. They steal 
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from the company as results of revenging and consoling themselves and a do not care attitude. 
Here employees are very negative and disobey the company policies. On the third level of 
violence employees get into Assault, physical fights, increase in incidents and cases of sexual 
assaults and rapes occur. When it gets to level 3 stage coworkers start to recall on all the recent 
behaviors and realize that they have ignored and underestimated the behavior (Ramsey, 1994). 
 
2.9 Preventative measures of stress and violence 
Violence preventative measures require a much more comprehensive approach. The way you 
perceive situations definitely affects the impact of the stress or how you become stressed 
(Mason, 1994). Situations refers to those employees who perceive that they are treated unfairly, 
they are not manager’s favorite, the feel they do more than the others and feel discriminated. 
This is a very stressful situation to deal with, but managers should be more sensitive when 
dealing with such emotional and stressed employees (Mason, 1994). There are four approaches 
that managers can look at improving to manage violence;  
1. Environmental refers to the designing of a safe working place such as external situations 
that can increase unnecessary stress. Environment should be so that no one thinks about 
family problems. Changing of management practices and structures are also helpful. 
Here one can improve on time management, conflict resolution, problem solving and 
also learning to be assertive  
2. Behavioral strategy looks at improving on how employee copes with stress 
3. Psychological aims to teach people that they should not over exaggerate and wrongly 
interpret statements to be against them or self-statements modification. 
4. Physiological is the biological stress response, this approach promotes the activeness 
of the body, exercising relaxing to prevent any effects to the body 
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2.10 Stress management techniques and strategies 
 
2.10.1 Strategies for stress management for engineering managers 
 
Workplace stress can be normal to a certain extent but when it starts to interfere with your 
productivity, performance and your physical and emotional health, it becomes the threat of the 
career or success of the job. (Donald, et al., 2005) Says as an individual you can’t know and 
master everything in your work environment and that does not make one powerless or non-
performer. Whatever the position you are in or how your work is demanding there are plenty 
of things you can consider to save yourself from the harmful effects of stress (Donald, et al., 
2005). 
Stress management program is an intervention aimed to decrease or limit the influence of stress 
developments in the organization. These can be done by focusing on an individual in order to 
equip such individuals to handle the threatening stressors (Glossary of Oxford University Press 
2005). There are couple of ways that programs suggest on to manage stress especially for 
managers at workplace. Namely, 
Tip 1: Beat the stress by reaching out 
Speaking out with your friends and or co-workers can help reduce the stress load on your 
shoulder, some people may have gone through what is troubling you and they may be of help 
in resolving problems. If you do not have close friends at work to speak to, lean on your external 
friends and family as well as increasing social network at work with people who have same 
interest it makes it easier to discuss with them (H.Kleiner & Ornelas, 2003). 
Tip 2: Adopt a healthy lifestyle 
When you are under stress you can easily lose focus on you physical being and diet. Health 
plays a huge role in our lives, eating healthy and exercising keeps our body active and helps in 
controlling stress. It is important to develop daily balanced diet which will give you strength 
during the day at work. Good food choice can also reduce chances of high blood sugar and 
blood pressure. Minimize sugar and refined carbohydrates (H.Kleiner & Ornelas, 2003). 
Adopt the habit of a regular exercises and relaxation exercises such as running, walking, 
meditating. This can be done by also joining gym so you can have others influencing members 
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around you. If it is not possible to do it daily, try to fit it within your schedule at least 30 minutes 
three times a week. 
Consider the non-conventional methods such as yoga to relax our minds and blood flow. 
Relaxing the mind and a controlled breathing can make the stress less severe but this is effective 
if the person is willing to exercise it positively and continuously (Bem, 1981, 49). Try to also 
get enough sleep; quality of sleep helps you to rest enough in preparation for the following 
daily activity. 
Tip 3: Prioritizing and organising  
Time management is one of the basic ways, to help us with planning, scheduling, prioritising 
and organising. Creating a balanced schedule between work and family life. Learn not to over 
commit yourself. When the workload is too much, learn to distinguish between high and less 
priority. Tackle tasks in order of urgency, break bigger projects into phases and delegate the 
responsibility. Try to be early in the morning this will give you enough time to plan the day 
(H.Kleiner & Ornelas, 2003). 
Tip 4: Cut out on bad habits that can contribute to work stress 
Many of our work stresses are caused by influence, bad habits and negative thinking towards 
our managers, organisation and other colleagues. Introducing a change in your life can help in 
fighting these self-defeating habits. We often spend a lot of time and energy discussing and 
criticizing people, department and other colleagues on the way they do their jobs. The best is 
to try developing a positive thinking towards all at work. Eliminate bad company at work they 
will drain away our energy and motives  (H.Kleiner & Ornelas, 2003). Nothing can ever be 
100 % perfect in a real world, when thing do not go your way do not be negative. Everyone 
has ways of executing their as long as it brings positive results in the end. 
 
2.10.2 Strategies to manage stress at an organisational level 
 
The first approach in solving any type of problem is to define the problem. The DMAIC process 
is the well-known method of conducting a root cause analysis (Smruti , 2016). DMAIC is an 
abbreviation of the five improvement steps it comprises: Define, Measure, Analyse, Improve 
and Control.it has be widely used to solve quality defects, projects failures, process failures 
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etc. It is an integral part of six-sigma initiatives but can be used as standalone in especially in 
situational problems. It is a data driven problem solving strategy. 
1. Define and understand the problem, this will be identifying the causes and the 
symptoms. Gather information of the problem source or source of stress and define by 
asking questions such as what is the problem? when did it start? what was observed? 
and how big is the stress problem in the organisation?  The other way of getting 
information at a define stage is to listen to the voice of employees for feedback in the 
organisation. 
2. Measure the potential hazards caused by stress. The purpose is to measure the 
frequency of the stress occurrence in the organisation and their effect. This is the 
process collecting data and measure how big is the stress problem by quantifying the 
impact of stress on production, health and safety etc.  
3. Analyse and assess the harm and focus on the root cause. Here data is analysed to find 
the magnitude of the contributors in each stress root causes. A detailed map can be 
drafted to pinpoint the what could be contributing to the stress occurrence in the 
organisation. The root cause analysis will uncover the top contributors to stress and 
address in the following stage. 
4. Improve is a process to employ brainstorming session and develop the best suitable 
solution to solve the stress harm as identified during root cause analysis. The idea is to 
identify solution, test and implement. 
5. Control is the final stage of the DMAIC structured problem solving, it monitors the 
implemented solution by recording data, document and publish the learnings for 
sustainability. 
(Claude, et al., 1992) Suggested that companies can consider some other points as way of 
introducing support to their employees; 
• Introduce a stress induction on new employees 
• Provide training on how to manage stress as an on-going process 
• Communicate and train employees during any changes that may affect employees 
• Evolve employees on decisions making that affects them 
• Conduct performance reviews continuously 
• Set key performance indicators, which are clear and ensure everyone understands 
them. 
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• Ensure workplace is free from hazardous conditions 
• Encourage and practice teamwork between employees unlike an individual working 
alone all the time. 
2.10.3 Strategies for managing stress at an individual level 
 
The greatest challenge of stress as an individual can be the demand between personal life and 
work. It is up to everyone as human to take care of our families and ensure that we put food on 
the table for sustaining the families and growing the children, however this comes with a greater 
challenge we face daily at work and this needs a balanced life (Toohey, 1994). To manage 
stress, one needs a balanced life as an individual and this can be achieved by considering the 
below proven stress management facts, 
• Diet: stay away from fatty foods, alcohol, sugar and caffeine these types of foods affect 
human moods. Ensure you put more of the vegetables, meat, and fruits (Toohey, 1994). 
• Exercising at least 20 minutes a day will help keep the body fit and improves the 
functioning of the mind. exercises such as jogging, cycling, playing tennis and yoga are 
helpful and can reduce risks of having heart attack, diabetes and high blood pressure. 
• Time management: it is very important not to clash work time with family time. Many 
studies have shown that children need un-interfered time with their parents. Have 
enough sleep and rest. Try to reduce on working long hours to not more than 12 hours 
a day unless otherwise necessary such as during production requirement. 
• Music: listening to the music that communicates with your soul relaxes your mind. 
• Spend some time with family and friends and open up about your emotions. 
 
2.11 Conclusion 
The study reveals that those employees at working in the engineering environment especially 
in particular to the purpose of this study are facing high stress on their jobs. This is because of 
the cultural differences in the organisation, role conflict, long working hours, lack of career 
development. The literature review indicates that work environment comes with complex 
issues that are difficult to deal with at an individual level this result in a stress development 
which affect the wellbeing of employees. Uncontrolled and unnoticed stress can lead to the 
development of heart diseases, diabetes and depression. The study also found that stress has an 
impact on quality of the work on an individual that affects organisational performance.  
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3. Chapter Three: Research and Methodology 
 
3.1 Introduction 
This chapter describes the design and methodology used to investigate the research problem as 
stated in chapter one. The strategies and procedures used to collect the data of the research 
objectives are discussed. The instruments used for the study and the population targeted in 
relation to the topic are outlined. The sampling process and the construction of questions will 
be discussed.  
3.2 Research design / Methodology 
The research was performed based on the academic journals, Internet articles, journals of 
managerial psychology and questionnaires. The research adopted the quantitative research 
were questionnaires were given to senior engineers from randomly selected organizations, this 
will help to assess the stress management strategies’ effectiveness and their suggestions for 
improvement (Banu, et al., May 2010). 
According to Van der Merwe (1996) quantitative research is an approach aimed at testing 
theories and determining facts. The method’s aim is to explain what was observed by 
classifying features and counting them. The quantitative method uses tools such as 
questionnaires and surveys to collect numerical data and the data is normally analysed and 
presented in a numerical order or statistic. Questions were divided into four sections, first 
section was based on workplace stresses, causes and symptoms. Second section concentrated 
on stress prevention at workplace and third section was on the effectiveness of stress 
management programs. The last section was unfolding the biggest stressors between employees 
and employer by focusing on relationship, environmental and personal factors. 
 
Before the main survey, journals, books, internet and newspaper were consulted and reviewed. 
The purpose was to develop the questionnaires to be used during the collection of data without 
any difficulties as well as estimate the time it would take for the surveys to be completed. The 
questionnaires were given engineering professionals with at least 7 years or more in the field 
of engineering management. 
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Based on the above preliminary literature review completed the aspects of job stress, job 
satisfaction, job burn-out and organisational performance were filtered and noted down from 
the literature review (Alkilani, et al., 2015). The questionnaires were generated to answer the 
uncertainties that were noted during literature study. The first draft was general information 
about the workplace. The second part looked at the factor that influenced the stress between 
workplace and individual while the third part focuses on the collection of data and analysing 
and lastly the draft looks at the results and recommendation. 
 
3.2.1 Method of data analysis 
 
The simple statistical techniques such as frequency tables and percentile were used so that it 
will be easy for the readers to understand the results. The collected data and information was 
interpreted and analyzed. This information was edited, validated and thereafter presented in a 
table format. There were no gender restrictions on the sampling and analysis. 
3.2.2 Percentile method 
 
The method used was percentile method. This method helps in rating the number of factors 
according to the degree of occurrence attached to them. The high the percentage the higher the 
significance attached to such factors. The principle of this percentile method is to allocate the 
value between 0 and 100 where 100 is the highest value of the population size.  
 
 𝑃 = 100 ×
𝑛
𝑁
 
Where    P is the percentage factor  
               N is the total number of frequencies 
               n is the number of frequencies per factor 
 
3.3 Population and samples 
(Polit & Hungler, 1999) Refers to the population as an aggregate or totality of all the objects 
subjects or members that conform to a set of specifications. In this research population will be 
referred to the middle and senior management in the engineering environment. The plan was 
that a number of 30 engineering professionals whom are recently appointed into managerial 
positions from the population will be selected randomly form random organization (Drew & 
Murtagh, 2005).   
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3.4 Sampling process 
Primary data was collected by means of questionnaires which was physically handed in form 
of hard copies to the respondents and the answers was received back by hand or email (Drew 
& Murtagh, 2005). The purposive sampling technique was used to select the respondents from 
various engineering practices such as procurement, planning, mechanical and electrical 
engineering departments. A total number of 27 respondents’ feedback were collected from the 
population. The research focused more in the below defined positions 
1. Senior engineers / section and area leaders 
2. Experienced engineers 
3. Senior Technicians etc. 
3.5 Data analysis process and tool 
The collected data and information are interpreted and analyzed and there after this information 
will be edited, validated and thereafter presented in a graph, tables or charts. There were no 
gender restrictions on the sampling and analysis. 
3.6 Research limitations 
This research was limited to its sampling size as it focused more on the professionals at 
management roles whom are from the engineering fields. Collecting back the questionnaires is 
time consuming and very difficult as some participants may have not being truthful for sharing 
their personal issues and thinking that their feedback may be used against them and this had a 
huge influence on the results. 
3.7 Conclusions 
In conclusion, my study has employed the questionnaires strategy to research on the 
engineering professional managers. The nature of study was quantitative, and the results were 
presented in a form of simple statistic table. All the participants were contacted to tell them 
about the purpose and the benefits of conducting this research. Fortunately, all the respondents 
that I interacted to, offered me time to do so.  
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4. Chapter Four: Results analysis 
 
4.1 Introduction 
This chapter provides the analysis of the collected data and transfer them into images and tables 
to make sense. The qualifications of the respondents are described. The stress level of the 
respondents and the factors that contribute to their stresses will be discussed together with the 
effectiveness of the stress management strategies. The causes, sources, symptoms and the 
willingness of participating in the programmes provided by the organisations are discussed. 
4.2 Results presentation 
Table 2: The below table presents the professional background of the respondents (frequency 
refers number of occurrences). From the table below it can be seen that only twenty-seven 
participated from the thirty that was the targeted population of engineering professionals. The 
respondents come from the multi-disciplinary departments, which makes it more interesting. 
Table 2: Professional respondents 
Professional 
Respondents 
Departments Frequency Percentage 
Technologist Quality 3 11.1 
Industrial engineers Procurement 6 22.2 
Mechanical engineers/ Technicians Maintenance 11 40.7 
Electrical engineers/Technicians Maintenance 4 14.8 
Reliability engineers Planning 3 11.1 
Total  27 100 
 
The above table 2 presents the primary data of all the respondents who participated as per their 
professional career background 11.1 percent are technologist from Quality departments,22.2 
percent are Procurement engineers,40.7 percent are maintenance engineers ,14.8 percent is 
electrical engineers from maintenance department and 11.1 percent is from planning. The data 
suggests that the participants come from multiple engineering fields and this is actually good 
because the results will come from different perspective that aligns with the research question. 
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Table 3: Participated organizations 
Organizations Frequency Percentage% 
FMCG 14 51.8 
Petrochemical 6 22.2 
Government 5 18.5 
Other 2 7.4 
Total 27 100 
 
Table 3, shows the organisations where the respondents are working. Majority of the 
respondents come from fast moving consumable goods with 51.8 percent, 22.2 percent is 
working at petrochemical industry,18.5 percent are employed by the government while 7.4 
come from other categories. The fact that we have various engineering organisation made this 
research more interesting to study how are other organisations manage stress on their managers. 
4.3 Questionnaires and results 
 
Questionnaires were divided into three sections as presented below; A, B, C and D. 
Section A will look in to the causes of stress and their effect, Section B will look at the ways 
to manage stress at work place. Section C focuses on the effectiveness of the stress management 
programmes in the organisations while section D unfolds the sources of stress at both 
organisational and individual level. 
 
Most replies answered the questionnaires by expressing their feelings, emotions, experience 
and some by giving situational examples and not using theoretical explanations. Many answers 
were same by implications but below I will present those that are interesting and worth 
analysing. 
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Section A: Workplace stress and their causes 
 
1. How do you personally define workplace stress in your own words? 
After analysing all answers 77.7 percent (21 respondents) defined stress as being under 
pressure to deliver business outcomes at unrealistic timelines, or results expected that are very 
unclear in terms of expectations. It is being overwhelmed by the mandatory activities that needs 
to be performed in order to meet the key performance indicators and or daily goals and targets. 
“Workplace stress is typical stress that a person experience due to work strains and encounters 
at that person’s workplace” 
“Pressures from workplace that requires or causes reaction from individual to respond the 
pressure can cause. Stress can be harmful physical or emotional” 
“It is when you worry about problems at work even when you are not at work” 
 
From the above randomly selected few answers received it shows that respondents identify 
stress as pressure that is exerted form work. The answers show that employees know and 
understand what stress is through physical and moral conditions. The first one speaks about 
work strains which could possibly be from a feeling of tiredness and this shows that somehow 
employees have experienced stress at work.  
The second one expressed that stress can be harmful in a physical or emotional way, this 
reaction gives the impression that this employee is already under stress. According to 
(Carmines,1981,48) stress is a response to an emotionally disturbing, threatening event and it 
can be notice by a change in people’s behaviour and feelings for an example anxiety, 
depression, fatigue, nausea, unmotivated and being withdrawn. 
 
2. Can you explain how stress affects your working effectiveness and how do you notice? 
Only 59.2 percent feel that when they are under pressure and experiencing excessive stress, 
they usually make mistakes or take irrational decisions and went further by saying that 
stress generally affects the thinking process and reduces the work efficiency. The triggers 
are noticed when the quality of work drops. 
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“Negative stress reduces one’s focus and interest when you are unhappy and not meeting 
target” 
When I am worried about certain things my motivation to complete difficult is diminished. 
Typically, I will procrastinate more and narrow my responsibilities.” 
“When you are affected by stress you underperform and can’t work effectively and 
efficiently as you can’t soberly focus, your attention becomes divided between things that 
are stressing you and what you are expected to deliver which will lead to poor performance” 
“When I am under pressure, I usually make mistakes or take irrational decisions. I notice 
the quality of my work drops.” 
 
When going through the questionnaires and analysing the answers some respondents did 
not want to open up maybe because they did not want to be seen as less effective in their 
roles. Managers do not like to be seen as weak or to show their weakness and even to ask 
for assistance. Some believe that showing that seeking a stress advice can be a career 
limiting move.  
Psychologist have already proven that constant pressure, suppression and unrest can be 
harmful to a human health physically and emotionally, and poor performance will follow 
as a consequence. More than fifty percent agreed that excessive stress has the consequence 
of poor working performance which affects quality and overall organizational productivity. 
Organisations should develop a mission to create an environment were all employees 
regardless of their positions are free to express their feelings. Stress management 
programme will also help to address how to balance workloads. Whatever the position you 
are in or how your work is demanding there are plenty of things you can consider to save 
yourself from the harmful effects of stress (Donald, et al., 2005). 
 
3. What do you think are the causes of your stress at work?  
In summary this is what the 90 percent majority of the respondents replied to question. 
Unrealistic timelines and expectations, unclear projects with ambiguous outcomes, 
incompetent managers, unsupportive stakeholders, poor company policy. This shows that 
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many employees understand the causes of the stress at workplaces. Below I will present 
few interesting answers; 
“Poor management in terms of communication and work deliverables. Silo mentality 
between business units. We have decision makers that do not understand the plant or the 
technology that steer the ship so to say” 
“Demanding work environment, insufficient manpower to compliment key outputs, and 
unrealistic deadlines” 
“Pressure from employer, conflicts, lack of proper communication, lack of teamwork, lack 
of leadership, lack of balance between age, race and education.” 
“Ineffective planning, failing to attend to activities according to priorities and performing 
tasks closer to the deadlines.” 
 
Engineers are technologically advanced individuals and have specialized knowledge, thus 
they will have bigger expectation in their careers and sometimes companies may not offer 
their expectation which may cause frustration and stress. The above employees have 
identified the most contributing cause of stress as an organisation and leadership. This 
shows that many employees understand the causes of their stress at workplaces. 
From the above answers it can be noticed that interpersonal such as unsupportive 
supervision and poor communication is a source of the stress. Unclearly defined roles 
which conflict with other roles, performing tasks closer to the deadlines, ineffective 
planning and demanding work environment were some of the identified stressors by the 
respondents. This not very far from what (Arnold, et al., 1993) has identified the major 
causes of work stress namely, Job intrinsic stress, role in the organization, relationships at 
work, career development, organizational structure and climate. 
The success of an organisation depends on their deliverables and satisfaction of the 
employees. Human resources are indeed a biggest asset into the production input in any 
organisation and companies must take care their asset. 
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4. Does the good working condition or environment have an impact on your 
performance? 
70.3 percent responded very positively that good work environment will yield a better work 
performance. When there is a correct team assembled with positive energy people can work 
to achieve a common goal. 
“A good working environment does contribute to the good performance because it 
eliminates unnecessary thoughts and worries about the working condition, but if you are 
willing to perform good as well” 
“Yes, good working environment means there is teamwork, everyone plays their part, 
shared responsibility and accountability.” 
“Yes, certainly as conducive working environment enables performance.” 
Yes, when we have the correct team assembled there is a positive energy and we inspire 
each other to reach a common goal.” 
“Yes, a good working environment will yield good performance.” 
 
We know that the things that sound and live with us daily have effect on our lives. The 
respondents also share the same sentiment with the working environment that yields good 
performance. Good working environment would mean working with new developed 
technology, hygienic and clean canteens, enough office space and not congested, working air 
conditioners during summer times, having good and personal relationship with colleagues.  
Researchers have found that interpersonal relationship has a huge influence on the managers 
and subordinates because when there is poor relationship between co-workers, inadequate and 
unsupportive supervision employees suffer as results of bad working environment or condition. 
Environment also refers to the external forces or situations that can increase stress on 
employees. Challenges of the external factors such as global warming can also influence the 
internal working conditions where other companies start can not change  (Bloisi, et al., 2007). 
Most of these conditions have an impact on the effectiveness of employees as suggested by 
majority. 
As part of managing stress organisations should introduce ways of creating a good working 
environment to enhance productivity. Changing of management structures and practices will 
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improve the interpersonal relationship between employees. Improve the conditions of plant 
such as ablutions, canteen and offices etc.  
 
5. Would the work stress affect your personal life and how? 
All the respondents responded positively that work stress does affect their personal life. 30 
percent of the respondents say they spend 70 % of their life at work so if there is stress 
present at work this will definitely affect their personal life. 18.5 percent which is a very 
few numbers of respondents say they drink every day in the evening which irritates their 
partners. Below are the selected few answers. 
“Yes, I spend 70% of my life at work so if I’m stressed at work this will definitely affect 
my personal life. I become very anxious and I am not a good company to be around 
socially.” 
Yes, when I stress at work, I drink more in the evenings which irritates my wife.”  
“If you are unhappy at the workplace where you spend 8 hours every day, then the emotions 
will be carried home and sometimes people take out stress at home.” 
“Yes, if I am stressed, I will be mentally absent in some part of my personal life that will 
eventually cause conflict in my personal relationships”. 
“Of course, work is a big part of our lives most of our time is spent at work. The stress can 
be overwhelming sometimes that some of the issues you return with from home. To 
maintain that work balance is the key but can be challenging some time. You are required 
meet deadline that means working late hours, this affects your relationship with your spouse 
and family as a whole”. 
“Yes, the emotions or physical stress experiences can affect the after-work hours”. 
Engineers are often required to work more overtime due to workload as well as continuous 
improvement projects and this affects their personal. The respondents gave multiple 
choices on these questions and of course people are different some say they leave their 
work problems at work and does not affect their personal life, while some they cannot get 
away from the thought of stressful workplace even when they are at home. We know that 
excessive stress affects the performance at work similarly, this will also affect your 
attention at home with the loved ones.  
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When one’s personal life is affected by stress behavioural symptoms will be noticed, this 
includes excessive alcohol intake and increased smoking this is done to manage the conflict 
between life at home and workplace (Alkilani, et al., 2015).It is important for an 
organisation to understand the symptoms that lead to stressed employees so that proper 
strategies of managing stress can be implemented (Cohen, 2002).   
 
6. What do you think are the risks that an organization face as a result of stressed 
employees? 
Everyone who participated on this question is aware of the consequences of stress to the 
organisation which are poor performance, poor quality of work, high staff turnover, low 
morale, toxic work, occurrence of incident and extended periods of leaves. From the below 
one can tell that stress really can destroy your personal life. 
“Poor focus. When your mind is worrying about things you focus less on what you are busy 
with. This can lead to safety incidents.” 
“Poor workmanship, occurrences of incidents and extended period of leave from 
employees.” 
“Yes, especially the relationships because the only thing that you concentrate on when you 
have stress is work and forget about your family.” 
“Sub-standard work due to poor work performance caused by stress.” 
“Reduced organisational productivity due to mistakes done by people inefficiencies of 
employees and possible loss of customers.” 
This has been discussed under the influence of good or bad work environment. A depressive 
workplace is not good one as we know that some people are very sensitive when it comes 
to their health. Those that value life and health will not stay with a company and this is a 
very threat full risk for an organisation. According to (Mathis & Jackson, 2000) turnover 
and absenteeism symbolises a form of withdrawal from a highly stressful job. 
More than 63% percent of the respondent strongly say they lose concentration and eventual 
receive the poor performance feedback from their supervisors. (Hosie, et al., 2019) Has 
found that stressful employees have direct impact on the organisations and this maybe 
through participative problems such as high absenteeism, strikes and lateness. Poor 
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performance will result in poor quality of work and low quantity of production caused by 
dissatisfactions of employees.  
Section B Stress prevention at workplace 
 
1. What are the successful ways of managing or preventing stress?  
Over 60 % are more concerned about timelines and their key performance indicators as 
elaborated as “learn to say No” to unrealistic timelines and expectations; have a good 
work and home life balance; don’t work over time unless if it’s necessary. Introducing 
team building, incentives, recognition of good performance and clearly defined key 
responsibilities. Twenty percent of the respondents emphasized more on the 
organizational culture that values employees and management actions that are consistent 
values set by the company. Below I will present what the respondents expressed during 
research. 
“Emotional intelligence and being open minded person. Open to criticism and have a 
hobby” 
“Accept situations that you cannot change or that are beyond your control. Devise a 
coping method to help you when you are stressed, seek help from health professionals if 
you are not coping. Allow enough for your body.” 
“Effective planning of prioritised jobs from low to high priority, having employees who 
are emotionally intelligent, keeping a healthy diet and exercise.” 
“Introduce team building to boost morale, incentives, recognition.” 
Prevention of stress can be achieved by developing programmes and implementing the gaps in 
a workplace here are some of the gaps that have been found to be useful (Lazarus & Folkma, 
1984); 
• To train and familiarize the individuals to negative events. 
• Assist employees to improve self-esteem and sense of worth. 
• To maintain emotional balance.  
• Maintain satisfactory interpersonal relationships. 
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• Assist by maintaining and reduce threatening environmental conditions. 
 
According to (Lazarus & Folkma, 1984) there are two approaches that he proposed be used to 
solve stress problems. This is categorized as emotional stress coping and problem focused 
coping. The emotional category focuses more on the exercising, relaxation and meditation. 
While the problem solving looks more onto eliminating the problem such as environmental 
conditions e.g. Noise exposure, conflict and reducing workload.  
 
 
2. Do you have any ideas on how the stress situations could be prevented?  
58 percent say companies should conduct employee surveys about what is stressing 
them; Good company policies and good working environment, while 25 percent say 
they seek stakeholder engagement, improved communication and planning and rest are 
neutral. 
“Stress situations cannot be prevented but they can be handled better”. 
“Improve communication and improve planning”. 
“Have trustable people that you can talk to”. 
“Most stress situations are unavoidable but those that are avoidable can be prevented 
by communicating better, seeking help and assistance when you need one, take 
necessary break”.  
“By educating people about emotional intelligence and leaning to switch on and off. 
Do something you love and enjoy your spare time.” 
“Health and safety department can do awareness.” 
“I have realized that time management and proper planning of one’s day is key in 
ensuring that work is done in allocated time.” 
 
Although not everyone will agree that they have been exposed to stress, majority of 
them have an idea what it is like to be under stress and what could be the best prevention 
strategies. One respondent says, “most stress situations are unavoidable but those that 
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are avoidable can be prevented by communicating better, seeking help and assistance 
when you need one and take necessary break”.  
The other respondent on the above answers say, “stress situations cannot be prevented 
but they can be handled better”. These answers are strongly agreeing with what the 
researchers have found that stress varies from mild to extreme (H.Kleiner & Ornelas, 
2003). When it is too low employees relax as compared to when it is medium were 
many people tend to think constructively because of pressure. Stress is like a disease; 
you need to get sick once to get the immunity sometime. 
 
3. With your opinion is it worth it to invest money and time for implementing stress 
management program. 
88 percent agree while rest do not see the worth of investing on stress management 
program. Below are the answers pertaining to the above question? 
 
“It is a worthy and ideal program to implement in a workplace since work stresses are 
very common phenomenon that is affecting workers well-being which is often reflected 
in the company performance”. 
“Yes, it will help many people who are suffering because of stress”. 
“It is extremely worth it because it will build a person’s ability to handle stress situation 
that can cost more money and time than the one needed for the program”. 
“Yes, because if employees can manage stress that will automatically mean they can be 
effective on their duties”. 
 
Twelve percent of those that participated on this question believe that support to the 
employee should come from families and relatives however, this opinion is wrong, as 
the support will depend on the origin of stress. It is however a mandatory and regulated 
that, a company should provide a healthy and safe working environment and there after 
conducting a periodical medical fitness to identify any detrimental effects that maybe 
as result of employment.  
 
This may depend on the financial capacity of the company, as government does not 
fund this. Investing time and money on training such as communication skills, 
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interpersonal skills, time management, planning and scheduling would equip the 
management team. A company that invests on it employees earns the reward in the end. 
 
Section C: Organisational stress management program 
 
1. How does your current company assist employees whom are affected by stress? 
About 70 percent of the respondents are aware of their organizational wellness 
programs while the other say they have never had of it in their workplace. Below are 
the collected answers 
 
“The company has an established stress management program with health professionals 
available at all times to assist employees that are challenged by any type of stress”. 
“There is no formal program for stress management”. 
“We have wellness team to deal with stress management program”. 
“There is a program or service provider that is called ICAS. That is where you are 
provided with professionals who can assist in managing stress”. 
“There is an outside consultant company that helps affected employees and their family 
for free” 
“Through counselling and encouraging employee to talk to their immediate managers 
and sometimes team building”. 
“There is a psychologist who comes to the plant twice a week and is available for 
consultation with different employees. There is also an employee’s wellness program 
that is offered through ICAS and most employees have been trained to use the service. 
ICAS service covers stress management, depression and anxiety issues, adapting to 
change and addictions etc.” 
 
From the answers, the respondents are aware of the programs to assist the employees 
on stress management. Many of these programs do not focus on bringing a change in 
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an organisation or workplace but they are individual orientated. They teach and advise 
the employees on how they can cope with stress in different conditions.  
Most companies prefer them because they are cheap, and they simply focus on self-
esteem, meditations, relaxation and fitness. An employee assistance program (EAP) is 
confidential institution that offers help to the employees on personal issues such as 
marital, financial counselling, alcohol and drug action and workplace personality 
conflicts. 
According to the occupational health and safety act 85 of 1993 employers have a legal 
responsibility of providing a healthy and safe environment or reduce any risks to health 
of the workers. A healthy organisation is the one that includes the health and wellbeing 
of its employees in its vision and mission (Mathis & Jackson, 2000). 
 
2. How successful is this program the organisation from your point of view? 
This question was mostly answer by a Yes, it is, or I do not know, on the questionnaires 
but below I have selected the most interesting answers;  
 “I have not used it, but the statistics reflects good”. 
 
“There is a room for improvement as the programs are not effectively driven to engage 
employee more”. 
 
“An awareness was raised to ensure that employees are aware of the different platforms. 
Employees were even trained on how to use the ICAS platform the tools have been 
made available, I cannot comment on the success of the different platforms because I 
do not have the relevant data of how many people are using the ICAS platform or the 
psychologist however from my small inconclusive sample size most of the people that 
I know do not use any of the service available”. 
 
“Unsuccessful” 
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“It is currently extremely unsuccessful because the advertisement is in a hidden area 
and management does not allude to them during meeting or team braais or other work 
gathering”. 
 
Majority of the respondents feel that although the programs are introduced in the 
organization, there is a lack in awareness. There can still be a room for improvement. 
Some respondents are concerned about their confidentiality as they feel that somehow 
people may know about their problems. Organisations need to start having wellness 
days at least once a year where they can take through workers on the benefits of an EAP 
such as; 
• Marriage and family issues 
• Mental health problems 
• Interpersonal communication problems 
• Legal issues  
• Financial issues 
Most companies have the programs in place but there seem to be lack of awareness 
hence why people say it is unsuccessful. An awareness would give everyone a chance 
to ask questions such as; is it confidential? Is my information shared with the employer? 
How do I pay or is it free? How do I contact the counsellors?  All this would help them 
to understand how it works. The bottom line is EAP is there to assist employees by 
reducing putting their problems under control so that they can improve productivity.  
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Section D 
Table 4: The percentage analysis designed to unfold the sources of stress at both 
organisational and individual level 
# Particulars Strongly 
agree % 
Agree 
% 
Neutral 
% 
Strongly 
disagree 
% 
Disagree 
% 
Percentage 
% 
1 Stress mostly attack 
those who 
participate in 
decision making 
62.9 
 
 
11.1 14.8 11.1 0 100 
2 Job satisfaction 
(Personal stressor) 
48.14 14.8 37 0 0 100 
3 Poor top 
management support 
(personnel stress) 
29.6 11.1 0 33.3 14.8 100 
4 Working in 
dangerous 
environment 
(organizational and 
environmental 
stressor) 
0 0 25.9 3 70.3 100 
5 Work overload 
(organizational 
stressors) 
70.3 22.2 0 11.1 0 100 
6 Long working hours 
(organizational 
stressors) 
48.1 14.8 18.5 11.1 7.4 100 
7 Low salary 
(organizational 
stress) 
74 18.5 7.4 0 0 100 
8 Lack of the 
organizational 
culture on safety 
0 11.1 0 55.5 33.3 100 
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(environmental 
stress) 
9 Insufficient staffing 
(organizational 
stress) 
0 51.8 14.8 25.9 7.8 100 
10 Noise 
(environmental 
stressor) 
0 14.8 37 29.6 18.5 100 
11 Role and 
responsibility 
conflict (personal 
stressor) 
0 0 3 44.4 51.8 100 
12 Working with new 
people in a new job 
(personal and 
working condition) 
7.8 51.8 25.9 0 14.8 100 
13 Too many internal 
meetings  
 
0 11.1 37 40.7 11.1 100 
14 Lack of support 
from your 
immediate 
supervisor/manager  
 
33.3 7.4 14.8 25.9 18.5 100 
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The below graph is the presents the results from table 4 in form of a bar stacked column 
 
Table 4’ results as shown above indicates that 62.9 % strongly agrees that stress mostly attack 
those who participate in decision making. 
Job satisfaction does not seem to be peoples concern as shown with 48.14% of respondents 
strongly agreeing while 37% is neutral about it. Participants are simply expressing that doing 
a job beyond their level of competency is not source of their stress. According to the (Mardhiah, 
et al., 2014), engineers like challenging work, new technology and new innovations although 
we know that more challenges can bring more stress while less challenges brings less stress. 
They do not like to be overworked or underworked but right balance of makes them 
comfortable. When an educated person is given a lower role than his capability there is going 
to be an emotional stress. 
Working in a dangerous environment is the least factor that stresses the employees as it can be 
seen from the table with 70.3 percent strongly disagreeing that is the source of the stress. The 
past researchers have found that environmental conditions can aggravate the emotional and 
physical stress that is already present. Excessive noise, uncontrolled temperatures, untidiness 
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of ablutions and lack of privacy. These conditions have strong negative impact on the morale 
of the employees. 
70.3 percent are more concerned about work overload and time spent to execute the all the 
tasks. This is the most discussed cause of work stress that the past researchers have identified. 
Due to competition in the market and cost savings, employers are cutting labour costs by 
retaining less force and expect them to complete a large amount of work in a short period of 
time. This results in employees stretching and working long hours in order to finish task. 
74 percent strongly agree that they are under paid and stressed with low salary. As discussed 
above that companies are saving cost due to global market, but performance related pay, salary 
or compensation is an influence on job intrinsic. This strongly support the findings of (Arnold, 
et al., 1993) were job intrinsic was one of the five major cause of stress they identified.  
Many companies often restructure as part of management strategy to save cost this can be seen 
by 51.8% who agree that insufficient staffing can be stressful. This can be related to be in 
agreement to the findings of (Donald, et al., 2005) were they identified inadequate stuffing and 
inadequately trained subordinates as stressors under physical work environment.  
Almost everyone who participated on the question of roles and responsibility disagree that this 
is also one of the biggest stressors which make it very interesting because this opposes the 
literature review from the past researches. This is seen by the 44.4% lightly disagreeing and 
the 51.8 that completely disagree. This leaves the question mark around this specific research 
question and may need to be further investigated as it opposes the findings made by (Arnold, 
et al., 1993). 
Lack of support from top managers is also seen as a stressor with 33% of participants. Some 
managers like to micromanage every single situation and give very little freedom on the 
planning and decision-making process. This type of management is called autocrat or dictator 
employees do not really like working under management style and they get much stressed. 
According to (Gary L Larson, 2008) and (EU-OSHA, 2015) organisational culture can cause 
stress when there is lack of leadership skills, poor leadership, lack of defined mission and 
responsibilities.  
Starting a new job is found to be stress full due to new working conditions and working with 
new people. Engineering mangers distress or worry a lot about what is likely to happen in 
future because of the constant thinking of new challenges and fear, unlike other managers 
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whom are not responsible for operations in the manufacturing organization such as quality 
managers, health and safety managers etc. 
 
When it comes to the stress caused by the meetings that senior engineering professionals go 
through 11.1 percent feel that the stress is less effective which oppose those findings from the 
literature review.  (Cohen, 2002) Identified the following types of meetings as a source of stress 
professionals in a workplace, meetings with other functional managers in the organisation, 
team meetings, union meetings, performance review meetings with one on one, recruitment 
meetings. 
4.4 Conclusion 
The results from the respondents’ shows that companies with good policies, good working 
environment, stakeholder engagement and improved communication can lessen the stress. Job 
satisfaction does not seem to be peoples concern over stress. Many companies have 
programmes to support their employees to deal with anxiety, financial problems, addictions 
etc. On the stress prevention strategy employees agree that prioritising work and accepting that 
you cannot manage everything can assist in reducing workload and asking for help where 
required. Noise was not really a concern from the analysed results. 
As cited by (Arnold, et al., 1993) and many other researchers that five major causes of stress 
are job intrinsic, roles in the organisation, relationships, career development and organisational 
structure. Some findings that this study suggests help to answer the research question. 
Organisations should look at restructuring workplace to allow relationship; job descriptions 
should be clear, establish work planning and control that is compatible with job roles and 
demands. Restructure salary packages. 
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5. Chapter Five: Results and discussion 
1. Introduction 
In this chapter we will discuss the major findings based on the research objectives and compare 
them to the theoretical findings of the literature review. 
2. Findings related to the research questions 1 and 2 
 
• The major findings from this research revealed that the majority of the respondents hold 
engineering qualifications and are on the middle management levels.  
• There is a strong evidence that majority of the respondents defines stress as having 
unbalanced workload and having unrealistic targets in a very short period of time and 
also can be influenced by poor work environment.  
• Overall the engineers who participated in the research agreed that consequences of 
stress on an organizational level results in poor performance, high level of injuries and 
lack of teamwork. This finding correlate with the research findings in chapter 2, 
literature review. 
• The results of this study show that majority of the respondents strongly point out that 
they tend to make mistakes when they work under pressure and it has affected their 
effectiveness which results in a poor quality. 
• 70.3 of the respondents feel that the good working condition and a good environment 
provides a platform to relax and a relaxed mind function well. 
• Majority of the employees reported sick on several occasion and some did not pitch for 
work, this was discussed under participative problems in the literature review were 
companies suffer high absenteeism, lateness and delays. 
• About half of the participants feel that their roles conflicted with other employees and 
this led to them feeling underutilized. The frustration channels them to leave their 
companies 
• Majority of the participants strongly say there is poor support from the top management 
and the immediate supervisor. 
• Salary is also one of stress contributors based on both literature review and the study. 
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• The study found that consequences of the stress among the participants were being 
unable to sleep and affecting the personal relationships, emotions, lack of appetite and 
depressions. 
• Study also found that most companies have the stress management programs in place 
but there seem to be lack of awareness hence why people say it is unsuccessful. They 
indicated that they did not know how to access the programs 
• More percentage of the respondents are aware of the assistance given by their 
organizations but also feel that the programs are not effectively driven to engage the 
employees more. 
3. Conclusion 
The findings that have been addressed are in full agreement with the findings discussed in the 
literature review in chapter 2. As mentioned in the literature review that engineers’ burn out, 
even the toughest engineer burn out sometimes due to frustrations, working with old mentality, 
lack of systems, processes and structures for efficient administration and lack of training, 
development and career paths. These findings were also discussed in the results analysis 
chapter where (Arnold, et al., 1993) stated that there are five major causes of stress are job 
intrinsic, roles in the organisation, relationships, career development and organisational 
structure.  
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6. Chapter Six: Conclusion and recommendations 
6.1 Introduction 
This chapter gives a comprehensive conclusion on the research findings and recommendations 
on the implementation of the stress programs. The need to manage the stress at an individual 
level will be discussed as well as the steps that organizations need to adopt as a way of 
supporting the employees. The recommendations on training to support the managers on 
problem solving are outlined. 
6.2 Recommendations 
We have discussed the symptoms, causes and ways of winning stress but when it comes to 
taking over a new role, this becomes a different ball game. Taking over a new role can be a 
nightmare, meeting new people, new organisational culture uneducated and incompetency. 
This may become a distress particularly the overall effort that is needed to manage the change. 
There is no doubt that good management is the key. 
When it comes to answering research question 5, on how can those employees on a 
management role cope and manage stress?  Do not control the uncontrollable, some people are 
problematic just because they may also be struggling from stress, low self-esteem and 
particularly they may not be accepting you as their leader. Try not waste your energy on them 
but rather learn on the tips of managing difficult employees i.e. communicate their way, and 
do not reward their bad behaviour use company policies to solve a bad attitude and not 
personally. They will change themselves without your energy wasted. Communicate with your 
subordinates on one on one, this will make them feel valuable understood.  
 
Delegate some work so you can focus on high-level scope of work, but this does not take away 
the accountability from yourself an engineering manager. As discussed above that long hours 
and work overload are the culprit into inducing stress learn to share the work with team. Most 
managers achieve their goals through proper delegation, and some do not delegate because they 
are insecure with their jobs, have bad communication skills or believe that work can only be 
done by themselves. These are the hidden causes of failure and stress after as a result. 
To answer research question 3 and 4, organisations that already have the stress management 
programs may improve the employees’ awareness to the program by giving trainings and 
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advertisements. The other strategy to assist employees is that organizations can start having 
wellness days at least once a year where they can take through workers the benefits of an EAP. 
Although stress management programs may be expensive and time consuming to many companies, 
there are proven positive impacts from such implementations such as improving performance, 
improving quality of work, lessen staff turnover, increase morale, reduction of incidents. From the 
below one can tell that stress really can destroy your personal life. 
6.3.1 Proven recommended stress management techniques & strategies 
 
The below are evidence-based strategies to help keep the stress level low and they are easy to 
practice and have good health benefits and they improve productivity and maturity. 
Emotion focused strategies looks at the way we perceive stressful situation. Having positive 
affirmation or encouragement has been proven to be the best in solving stressful situation. 
Believing in yourself, trusting in yourself and having confidence is the key in staying strong 
during stressful situation. Teach yourself to learn from mistakes and not blame yourself. Get 
rid of the negative thoughts and always see every situation positively. 
Acceptance focused strategy looks at the willingness to accept and deal with difficult 
situations that we cannot change. Try not to judge situation as bad or good and simply value 
them for what they are. Accept situations and criticism as they are and positively solve and 
adapt the situation. Most people get frustrated and stressful when they get criticism in 
workplace tell yourself that this maybe one’s perception. Build resilience, resilient people are 
good at accepting that the situation is unchangeable, and they learn to live with that. Other 
helpful strategies to consider are getting enough, exercising and meditating. 
Action focused strategy seeks to control their problems that causes of stress such as 
changing the situation or changing the environment and in order to do this we need to be in 
power. When we are assertive, we can challenge any situation, we can ask for what we want 
and what we don’t like. Managing our time is all in our hands, proper planning, organizing 
and prioritizing can help to balance work and personal life. Creating boundaries of what 
behaviour is acceptable and what is not saves us from problems. 
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6.3 Conclusion 
The aim of the study was to demonstrate the power of stress on a newly appointed senior 
engineer manager. Based on the data analysis the following conclusions were made in context 
with objectives of the study. The professional who are in the decision-making level have high 
stress jobs and are likely attacked by stress. High stress jobs refer to work which is highly 
demanding, multitasking with a tight schedule which imbalance personal and work life.  
Stress in workplace is noticed by a change in people’s behaviour and feelings for an example 
anxiety, depression, fatigue, nausea, unmotivated and being withdrawn. How we react to 
stressful situation or conditions depends on the approach and strategies. Many studies have 
recommended resting enough, healthy diet, exercising and time management. Organisations 
need to introduce steps to identify the stress hazards to the exposed employees, collect evident 
and assess the harm and the risks then implement the control measures to reduce the risk 
factors.  
Successful stress management will need both organisation and employees to work together in 
the program implementation such as trainings on problem solving, communication skills and 
situational judgements. These trainings are proven to be successful professionals developing 
into senior management roles. According to OHS act 85 of 1993, an employer has a legal 
responsibility to train and put in place measures to protect health and safety of the employees. 
These includes the psychosocial risks; many companies have introduced Employee’s 
Assistance Program. 
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8. Appendixes 
  
The below where developed questioners 
Full name……………………………………………. 
Company……………………………………………... 
Occupation…………………………………………… 
Gender………………………………………………... 
 
Questionnaires 
 
A. Work place stress and their causes 
 
1. How do you personally define work place stress in in your own words? 
………………………………………………………………………………………………
………………………………………………………………………………………………
………………………………………………………………………………………………
……… 
2. Can you explain how stress affects your working effectiveness and how do you notice? 
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
……………… 
3. What do you think are the causes of your stress at work?  
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
……………… 
4. Does the good working condition or environment have an impact on your performance? 
…………………………………………………………………………………………
…………………………………………………………………………………………
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…………………………………………………………………………………………
……………… 
5. Have you experienced stress at work while ill at the same time, for example influenza? 
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
………………………………………………………………………………………… 
6. Would the work stress affect your personal life and how? 
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………... 
7. What do you think are the risks that an organization face as a results of stressed 
employees? 
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………... 
B. Stress prevention at workplace 
 
1. What are the successful ways of managing or preventing stress?  
…………………………………………………………………………………………
…………………………………………………………………………………………
………………………………………………………………………………………… 
2. Do you have any ideas on how the stress situations could be prevented?  
…………………………………………………………………………………………
…………………………………………………………………………………………
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…………………………………………………………………………………………
…………………………………………………………………………………………. 
3. With your opinion is it worth it to invest money and time for implementing stress 
management program. 
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………. 
C. Organisational stress management program 
1. How does your current company assist employees whom are affected by 
stress?...............................................................................................................................
..........................................................................................................................................
............................................................................................... 
2. How successful is the program in your organization from your point of view? 
…………………………………………………………………………………………
………………………………………………………………………………………… 
D. The following questionnaires aim to unfold the sources of stress at both 
organisational and individual level.  
# Particular Strongly 
agree 
Agree Neutral Strongly 
disagree 
disagree 
1 Stress mostly attack those who 
participate in decision making 
     
2 Job satisfaction 
 
     
3 Poor top management support 
(personnel stress) 
     
4 Working in dangerous environment 
(organizational stressor) 
     
5 Work overload(task stressors)      
6 Long working hours(task stressors)      
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E. Stress experienced and the source of stress. 
Condition Sometimes Yes No 
I have experienced stress in my life    
The source of stress is Home Work  
 
F. Would you attend stress management workshops if they are offered? 
Yes  
No  
 
I fully declare that the above mini dissertation is my own work and it is submitted to meet the 
requirements of MPhil Engineering management. 
Regards; 
Maanda Makatu 
7 Low salary (organizational stress)      
8 Lack of the organizational culture on 
safety(organizational stress) 
     
9 Insufficient staffing(organizational 
stress) 
     
10 Noise      
11 Role  and responsibility conflict      
12 Working with new people in a new job 
(personal and working condition) 
     
13 Too many internal meetings  
 
     
14 Lack of support from your immediate 
supervisor/manager  
 
     
